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Introduction
Empirical research suggests that many people have experienced (multiple) chance events in their career development and that chance events have impacted their career decision making (Bright, Pryor, Chan, & Rijanto, 2009; Bright, Pryor, & Harpham, 2005; Bright, Pryor, Wilkenfeld, & Earl, 2005; Hirschi, 2010; Williams et al., 1998) . Other research has attempted to identify factors that affect the perception of and perceived effects of chance events.
These studies have suggested that internal characteristics such as locus-of-control beliefs, selfconfidence, and openness to experience as well as external factors such as barriers and social support are important in this regard (Bright, Pryor, & Harpham, 2005; Hirschi, 2010; Williams et al., 1998) . However, the relationship between chance events and career decidedness remains largely unexplored.
Theoretically, this relationship is important because
being open to unexpected opportunities and taking advantage of chance events is often depicted as the opposite of the more traditional focus in career development and counseling, which stresses the importance of being clearly decided regarding one's career (Krumboltz, 2009; Mitchell, Levin, & Krumboltz, 1999 ). Yet, we are aware of only one empirical study that explored the relationship between career decidedness and perceived chance events. Examining two samples of Swiss adolescents, Hirschi (2010) showed that perceived influence of chance events was not significantly related to career decidedness and career planning beyond demographic and personality factors. In the present study, we applied a person-centered approach to explore the relationship between perceived chance events and career decidedness. Such an approach takes into account that several subgroups that show distinct combinations (profiles) of perceived chance events and levels of career decidedness might exist within a population. Conversely, a variable-centered approach explores the on-average relationships between variables within a given sample from a population. We believe that a person-centered approach is particularly meaningful in exploring the relationship between chance events and decidedness because it is plausible that chance events have affected the careers even of some people with clear career plans and a selected career path. For others, chance events might have been influential while they were open to different possibilities and highly undecided regarding their career. As such, the onaverage relationship between chance and decidedness might not be very meaningful in understanding the true relationship between these two factors. In fact, different combinations (profiles) of chance and decidedness across groups of people would remain undetected when using a variablecentered approach focusing on the on-average relationship between chance and decidedness.
Are Chance Events Good or Bad?
According to Happenstance Learning Theory (HLT; Krumboltz, 2009; Krumboltz, Foley, & Cotter, 2013 ) chance events might provide opportunities for objective and subjective success. HLT therefore urges career counselors to help clients to capitalize on chance events and actively incorporate the discussion of chance events into the career counseling process (Krumboltz et al., 2013; Mitchell et al., 1999) . However, it is also possible that a job obtained based on chance events might lead to negative outcomes, such as less commitment in or engagement at work, because the individual was not able to realize his or her original aspiration. Yet, surprisingly, the questions of if and when chance events have positive or negative effects have rarely been explored empirically. Hirschi (2010) found that perceived chance events were significantly related to wish correspondence of and satisfaction with current training/education among Swiss adolescents in vocational training and high school, beyond the effects of sociodemographics, personality, and career decidedness and planning.
However, some forms of chance events showed a positive relationship while others exhibited a negative relationship with the outcomes. In a study of managers in Israel, Grimland, Vigoda-Gadot, and Baruch (2011) found that those who reported that a fundamental chance event had affected their careers were in a higher position in their organization but did not report significant differences in career satisfaction or professional vitality compared to managers who did not experience such an event.
Chance Events and Work Motivation
In the present study, we extended these initial findings and focused on the relationship between perceived chance events and work motivation among adolescents in vocational training. Specifically, we investigated work motivation in terms of occupational self-efficacy beliefs, perceived personjob fit, and work engagement. These three variables are indicative of individuals' readiness to put effort into their work and to identify with it. Thus, these variables can be used to obtain a broad conceptualization of work-related motivation.
Occupational self-efficacy beliefs refer to an individual's expectation that he or she can successfully fulfill work-related tasks (Rigotti, Schyns, & Mohr, 2008) . Self-efficacy beliefs influence which goals an individual chooses to pursue, the degree to which these goals are challenging, the effort an individual puts into achieving these goals, how an individual reacts to obstacles, and whether these obstacles are perceived as encouraging or demoralizing (Bandura, 2001 reported by the measure's authors (Bright, Pryor, & Harpham, 2005) . Previous studies that administered this measure showed that the perception of events was related to considering one's vocational choice as more incongruent with one's originally aspired career (Hirschi, 2010) and to an external control orientation (Bright, Pryor, & Harpham, 2005) .
Career decidedness. We used the seven-item
German adaptation of the Vocational Identity Scale of My Vocational Situation (Holland, Daiger, & Power, 1980; Jörin, Stoll, Bergmann, & Eder, 2003) . A sample item is "I'm not sure yet which occupations I could perform successfully", and answers were given on a rating scale from 1 (does not apply) to 5 (fully applies).
All items were recoded to reflect positive career decidedness in this study. Reliability reached.87 in our sample, .86 was reported in an early study (Holland, Gottfredson, & Power, 1980) . The scale showed consistent relations with other measures of career planning and career exploration in samples of adolescents (Hirschi & Herrmann, 2013) . 
Results
Outliers can bias the results of multivariate analyses (Tabachnik & Fidell, 2013) , and we checked for multivariate outliers using Mahalanobis distance.
Employing a p-value of < .001, we did not identify any outliers. We performed latent profile analysis (LPA)
with MPlus 7 (Muthén & Muthén, 2012) to identify groups of individuals with similar patterns of scores in perceived chance events and career decidedness.
As an extension of and advantage over cluster analysis, LPA assumes that different probability distributions underlie a set of observed data on various variables. These assumed probability distributions are then used to assign observations to latent profiles (Vermunt & Magidson, 2002) We chose the five-profile solution because it showed the lowest SABIC value (SABIC = 1170.61) and a significant BLRT value (BLRT = 16.75, p = .04).
One of the five extracted classes was small, with a posterior probability class size of 8.96 (7 cases, 2.2%). 
Discussion
Research has stressed the importance of chance events in career decision making and career development. Our study expanded this research by exploring the effects of chance events on career development. Specifically, we were interested in examining the relationship between chance events and work motivation among adolescents in vocational training; in other words, shortly after a major career transition. Moreover, we explored the relationship between perceived chance events and career decidedness, two frequently contrasted factors that influence career development. Extending beyond extant variable-centered studies, we applied a person-centered approach that explored profiles of perceived chance events and career decidedness. Chi-square 24.42*** 44.28*** 54.44*** Note. All analyses were run using the BCH procedure in MPlus. The values for occupational self-efficacy, person-job fit, and work engagement are mean values for each profile. Data were available for N = 312. n = latent profile size. Subscripts indicate profiles that are significantly different at p < .05. The chi-square (shown in the last row) indicates the significance of the overall difference test. *** p < .001. 
Chance and Decidedness are not Opposites
The first important result of our study is that perceived chance events and career decidedness are not opposites. On average, these factors were not significantly correlated, confirming previous findings (Hirschi, 2010 (Hirschi, 2010) . Among
Israeli managers chance events were related to higher hierarchical position (Grimland et al., 2011 
Limitations and Future Research
The data presented in the present study were Overall, the assessed sample seems well suited to explore the research question of this study because the adolescents had recently undergone a major career transition for which both chance and decidedness can play pivotal roles. However, a developmental-contextual view suggests that career development should be understood as the dynamic interplay of person and context (Hartung et al., 2005) .
Older adults might view chance events differently because their main career developmental issues typically center around deepening their professional competence and updating their skills (Hall, 2002) .
This might promote a focus on stability and continuity that renders chance events to be perceived differently when compared to career transitions where chance may play a bigger role, as was the case in our study.
The generalizability to other populations, such as older workers or university alumni, therefore remains to be established by future research.
Additionally, all sampled adolescents were at the end of their first year of vocational training. As such, selection and attrition effects likely occurred, and our results might not generalize to adolescents with very low work motivation who were not selected into a training position or who voluntarily or involuntarily quit during the first months of training. Finally, our study is a rare example of an exploration of the likely consequences of chance events in career development. More research is needed, however, to examine potential effects of chance events that were not taken into account in this study, for example, how chance events relate to perceived career success, turnover intentions, or organizational and occupational commitment.
Implications for Practice
For career counselors, our study offers several implications that address the use of the HLT in career interventions (Krumboltz, 2009; Krumboltz et al., 2013 
